Workforce Investment Act of 1998 (WIA; U.S. Public Law 105-220).
This article investigates the behavior of workers whose employment enables their employers to receive incentives through the WOTC. It joins a large literature in considering how subsidies to employers affect the behavior of employers and workers.
The article makes a unique contribution by comparing the behavior of workers qualifying for the program under consideration with the behavior of similarly skilled, nonqualifying, workers in the same employment environment. If there is no comparable control group against which WOTC worker behavior can be evaluated, outcomes associated with WOTC workers may, in fact, be more appropriately attributed to their characteristics than to the effects of the subsidized status. This article works to distinguish which outcomes, if any, are truly associated with receiving the credit.
The WOTC program was authorized by the Small Business Job Protection Act of 1996, (U.S. Public Law 104-188). When in operation, it provided a tax credit to employers for hiring workers from eight possible target groups, described later in the article (see U.S. Department of Labor 2006).
2 WOTC followed on the heels of the Targeted Jobs Tax Credit (TJTC), which expired in 1994. In 1979, the TJTC replaced the New Jobs Tax Credit (NJTC), which had been in existence since 1977. The earliest research on the employment outcomes of wage subsidy programs typically finds that subsidies have positive effects, and those efforts persist across subsidy amounts (see, e.g., Perloff and Wachter 1979; Bishop 1981) . 3 However, other works indicate that subsidies have a "stigmatizing" effect (Burtless 1985, 113) , identifying individuals as problem 2 The specific target groups and program details can be found online at "Work Opportunity Tax Credit, "http://www.doleta.gov/business/Incentives/opptax/ (accessed 11 August 2006.) 3 Also see Katz (1998) for a thorough summary of research up to that date and some further evidence of modest employment gains as the result of wage subsidies.
workers if they belong to a group that qualifies for the subsidy. Employers appear to assume that the subsidy received from hiring these workers does not outweigh the expected increases in such costs as absenteeism, and low productivity (see, e.g., Burtless 1985; Hollenbeck and Willke 1991) .
Research finds that the effects of the WOTC and WtWTC programs are mostly consistent with those documented under earlier programs. Specifically, Sarah Hamersma (2003 finds moderately positive employment outcomes among subsidized workers, but also finds that the total effect is quite limited, and asserts that this is primarily due to the low participation rate of eligible workers. In addition, studies by Hamersma (2005) , and Hamersma and Carolyn Heinrich (2005) , document only shortterm wage advantages among WOTC and WtWTC workers. Although the WOTC and WtWTC programs were allowed to lapse as of December 2005, ongoing analysis of the effects of these programs is useful in understanding the benefits on an approach toward helping groups of workers who struggle in securing and maintaining employment.
This article sets out to investigate the validity of the potential employer perception that WOTC and WtWTC workers are less than other employees. In particular, it is concerned with whether workers who qualify for the WOTC subsidy (hereafter described
as WOTC workers) demonstrate significantly different job separation patterns than workers who are hired by the same employer but do not qualify for the WOTC subsidy (hereafter described as non-WOTC workers). The lack of information about the applicant hiring pool means that all results reported here work with a sample consisting of WOTC workers who actually have jobs. This should understate any differences identified between non-WOTC workers and the random WOTC qualifying worker. In other words, the WOTC workers in this study survived the firm's screening process for new employees and thus are likely to be higher quality (more stable and reliable) employees than the typical WOTC worker drawn at random. Further, the current study examines only one employer, albeit a large one.
If one reason why wage subsidy programs have only minimal documented effects on employment is that employers' avoid the programs or stigmatize participants due to stereotypes concerning fears of unreliable workers, outcomes should improve if employers are presented with evidence that the stereotypes are unfounded.
Current knowledge of unreliability (that is, of job separation behavior) among WOTC workers is limited to analyses based on studies about the job separation behavior of former welfare recipients. There indeed is some overlap between workers qualifying for WOTC and workers identified as former welfare recipients, and this overlap persists, across years. Thirty to 60 percent of workers qualifying for WOTC do so (see the breakdown below). The studies of welfare recipients are thus somewhat relevant.
Research typically finds high turnover and poor job performance among a significant fraction of former welfare recipients (see, e.g. Holzer, Stoll, and Wissaker 2004, Johnson and Corcoran 2003; Berg, Olson, and Conrad 1992) . Such findings may partially explain firms' potential reluctance to hire anyone whose involvement in (or qualifications for) a wage subsidy program might identify them as unreliable. The question that remains, however, is whether the turnover and job performance behavior of WOTC workers actually differs from that of similar non-WOTC workers. If similar behavior is identified, then employers' fears of hiring WOTC-qualifying workers (or, at least, those WOTC workers deemed worthy of employment) are unfounded. One implication would be that efforts to improve turnover and performance among all low-skilled workers may more effectively improve employment outcomes among the hard-to-place, than the strategy of avoiding workers from programs like WOTC.
Unique Data
The data used in this study are from the personnel records of a large, unionized firm in the transportation industry. That firm has numerous domestic and international locations. Since the wage subsidy program being analyzed applies only to wages paid in (?) the United States, the study sample includes only domestic workers. There is great variation in the types of jobs offered by this firm. The current study focuses on part-time package handlers (i.e., handlers of deliveries and shipments). This is the job held by most of the firm's WOTC workers. Part-time package handlers typically work for 4 to 5 hours a day, 5 days a week. By focusing on one job type, this study ensures that working conditions are homogeneous for all members of the sample. This homogeneity in job type is important because the study lacks information on sample members' previous work experience. 4 Analyses presume that individuals qualifying for this entry-level job have homogeneous (very limited) work experience, across WOTC status. The job in question often involves heavy lifting, repetitive tasks (?), and working in extreme temperatures.
Because this job requires a relatively low level of skill, it is the sort of position that a welfare recipient would be able to obtain, if that recipient can meet the physical requirements, which presumably do rule out some individuals (Wolman 1996; Zill et al. 1991 ). As will be discussed below, the pay and benefits available to these workers likely exceed those enjoyed by other workers transitioning from welfare to work.
The data set was constructed by querying the firm's personnel records for all parttime package handlers hired from January 1, 1998 to December 31, 1999. The records for these employees were then matched with other personnel tables to obtain data on demographic (e.g., level of education and age), and job-related characteristics (e.g., shift worked). To be classified by the firm as a WOTC worker, the individual must meet the criteria for one of eight targeted groups (percent of all U.S. WOTC-qualifying workers between 1997 and 2005 are in parentheses):
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(1) member of a family receiving AFDC over a specific time period (42 percent), (2) veteran and member of a family receiving food stamps (2 percent), (3) 18-24 year old member of a family receiving food stamps (28 percent), (4) high-risk youth (9 percent), (5) high-risk summer youth (1 percent), (6) ex-felon and economically disadvantaged (6 percent), (7) recipient of vocational rehabilitation assistance (5 percent), or (8) Supplelmental Security Income SSI recipient (6 percent).
There is no way to tell whether a non-WOTC worker falls into one of these targeted groups; regardless of the individual's qualifications, the firm did not identify that person as a WOTC worker. If the non-WOTC worker sample is contaminated with individuals who were WOTC eligible but not identified as such, it is likely that the large numbers of workers who truly do not qualify as WOTC workers would dilute any related estimation bias. 6 In addition, because this firm had an active welfare-to-work hiring program, it is possible that there is little relevance in the usual concerns about the effect of employment subsidy programs on employer behavior (e.g., see Tannenwald 1982) .
Further, in order to not confound potential WOTC effects with state-specific effects, The average age of the WOTC workers (24), is 1 year younger than the average age of the non-WOTC workers. The average education level is similar for the two groups; the groups differ by less than 1 year. The average hourly wage rate is almost identical for the two groups. This is to be expected because this firm's part-time package handlers belong to a union and because both groups have similar tenure. The percentage of female employees is higher among WOTC workers (46 percent) than among non-WOTC workers (19 percent). The percentage of black employees is also higher. These differences raise the possibility that the behavior of the WOTC and non-WOTC samples will not be comparable because of unobserved differences related to race and gender.
The reliability of the comparison group was tested by reestimating the models on subsamples of females only and blacks only. The results are unchanged.
[ Tables 1 and 2 here]
In the WOTC worker sample, 42 percent of the observations are censored (i. Figure 1 provides an initial glimpse into possible differences in time-to-separation between WOTC and non-WOTC workers. The figure illustrates that the bulk of all separations occur early, that non-WOTC workers appear to be more highly concentrated among the earliest (1 to 15 days) and latest (50 to 90 days) separations, and that WOTC workers are most concentrated among separations between 15 and 50 days.
[ Figure 1 here]
Representative Low-Skill Employment
Existing data from other studies help to further elucidate the nature of the sample.
The position in question involves repetitive and physically demanding working conditions and hours of work. Studies suggest that the job held by workers in this analysis appears to be comparable to those held by other subsidy-qualifying workers (Wolman 1996; Zill et al. 1991) . However, the wages and benefits, of this study's access to a 401(k) plan. Sharon Parrott (1998) and Rucker Johnson and Mary Corcoran (2003) find that between 37 and 61 percent of welfare-to-work employees are in jobs that offer health benefits.
The implication of these differences is that the behavior observed among WOTCqualifying workers in the current sample may differ from WOTC-qualifying workers elsewhere. However, comparing the behavior of WOTC and non-WOTC workers in this firm may still identify valid differences that appear in other employment environments.
Job Separation Type
When an employee voluntarily or involuntarily separates from a job at this company, the individual's main reason for separating was recorded. 8 The firm's process recognizes 53 different categories for tracking causes of separation. This work distills those into four main categories for analysis: professional reasons, personal issues, fired for cause, and no-show (absenteeism i.e., failure to show up for work). 9 Employees who reportedly separated for professional reasons identified themselves, for example, as quitting to accept another job or because they were dissatisfied with a particular aspect of the job, such as pay, type of work, or hours. Employees who reportedly separated for personal issues cited reasons such as health problems, a return to school, or transportation difficulties. Separation due to being fired for cause reflects terminations that resulted after violation of company policies. The firm's records indicate that excessive absenteeism was the main reason employees were fired for cause (68 percent of all such terminations were attributed to excessive absenteeism). A termination resulting from 8 If the individual gave advance notice of the separation, the firm conducted an exit interview, recording the reason for leaving. If the person merely stopped showing up for work, the firm listed "failed to report to work," as the reason for separation. 9 Individuals who were laid off were not included in the analysis.
failure to show up for work (no-show) could arguably be categorized as a separation due to personal issues or as fired for cause. Because a sizable proportion of the firm's separations is due to an employee's failure to show up for work, analyses classify noshow terminations as a separate category. than that of separated non-WOTC workers (10 percent).
[ Table 3 here] Table 3 also lists the groups average tenure for each of the four reasons for separation. Workers who reportedly separate for personal reasons stay on the job longer than those who separate for the other three reported reasons. Fired for cause and no-show occur after the shortest tenure. It is also noteworthy that the smallest percentage of separations (for both WOTC and non-WOTC workers) stems from reported employer action (fired for cause). This suggests that the results below will not be tainted by the effects of incentives that WOTC provides to employers for retaining WOTC workers (see Katz 1998) . Such incentives often specify a minimum duration of retraining efforts and make that duration a condition of the employment subsidy. In addition, the distribution of workers across length of tenure does not show any unusual clumping of separations around key thresholds (e.g., 90 days); see figure 1).
Determinants of Quit Behavior
A simple job search model of voluntary separation behavior (hereafter described as quit behavior) shows that a person's current wage and a person's alternative income (e.g., as might be determined by a state's welfare policies) are important determinants of the decision to quit one's current job. 10 Human capital theory suggests that job tenure is also important in determining job separations (see Becker 1975; Hotchkiss 2002 ). An employee's specific human capital is likely to increase with the length of the individuals tenure. This increase in capital also raises the employee's productivity. Since the employer in this study includes the value of specific human capital in compensation, and other potential employers may not, it is in the worker's interest to not quit the current job.
The theory of job-matching also predicts that tenure on the job is related to separation behavior, but for different reasons than those covered above (Jovanovic 1979a (Jovanovic , 1979b ). According to job-matching theory, when the worker begins the job, neither the firm nor the worker knows the quality of the job match. Hence, the probability is low that the worker will quit in the initial stages of employment. As tenure in the job increases, the worker collects information about the job match, (e.g., on working 10 The formal model is available upon request. The predictions of the theoretical model are consistent with empirical evidence on the determinants of quit behavior (see, Weiss 1984 , Blau and Kahn 1981 , Berg et al. 1992 , Meitzen 1986 , Sicherman 1996 , Bartel 1982 ).
conditions). 11 Poor matches often prompt the worker to quit; good matches likely induce the worker to remain in the position. Thus, this theory predicts that the hazard of job separation is initially quite low, but that it increases as bad matches result in separation.
As the length of tenure increases, the hazard decreases because the matches that continue are primarily good ones (Chapman and Southwick 1991; Lane and Parkin 1998) .
Although the amount of specific human capital among WOTC workers is not likely to differ dramatically from that among non-WOTC workers (because jobs held by both groups are entry-level positions), job separation behavior may differ due to differential job-matching. Workers in the WOTC group may have limited past employment experiences, which may also create pressure to accept jobs quickly. These factors may result in job matches that are inferior to those of non-WOTC workers.
However, WOTC workers may have better job matches than those of non-WOTC hires, as availability of alternatives (Jovanovic 1979a) . Those limitations may also prompt WOTC workers to persist in bad matches.
Empirical Analysis
Time to Job Separation: A Survival Analysis
To explicitly address the issue of job duration or tenure, an accelerated failuretime (AFT) model is estimated using the entire sample. Separate models also are estimated by WOTC status. The AFT model expresses the natural logarithm of the survival time (job tenure in days, in this case) as a linear model of covariates (see Kiefer 1988) :
where α is the vector of coefficients to be estimated and Table 4 presents three sets of estimated coefficients: the first set includes estimates for the full sample, the second includes those for non-WOTC workers; and the third includes those for WOTC workers. In the AFT specification, time is scaled by a factor
, where i Ω is the vector of covariates and β are coefficients. Thus, a positive coefficient implies that predicted tenure is extended.
12 All estimations in this article are obtained using version 8.0 of the statistical software package STATA.
[ Table 4 here]
The first point of interest in the results is that predicted median tenure of WOTC workers is higher by about 6 days than that of the full sample (see column 1). A one dollar increase in the wage and being a student also are estimated to increase median tenure by 69 days and 24 days, respectively. Based on the estimated coefficients, and using the median individual characteristics of WOTC and non-WOTC employees, the predicted median tenure is 102 days for WOTC workers and 84 days for non-WOTC workers. Thus, the median tenure for a WOTC worker is 18 days longer than that for a non-WOTC worker.
A number of results stand out among the estimated marginal effects for WOTC and non-WOTC workers. Workers in the WOTC group appear to be more sensitive than their non-WOTC counterparts to changes in the wage rate. 14 This result suggests that the ability to raise wages provides firms with a powerful tool to lower quits among WOTC workers. If the wage is too low, WOTC workers may see welfare or disability (SSI) income as viable alternatives. By contrast, non-WOTC workers may not consider such options. This observation is consistent with the results of Johnson and Corcoran (2003) , who find lower turnover among welfare recipients receiving higher wages and among those employed in higher-skilled jobs.
In addition, among WOTC workers, there is no statistically significant relation between having post-high school education and the predicted time to separation. Among non-WOTC workers, having post-high school education speeds up the time to separation.
Further, the usual negative relationship between firm size (proxied here by total work volume of the workers' establishment) and turnover (see Even and Macpherson 1996) shows up to a statistically significant degree, among non-WOTC workers, but the relation is not statistically significant among WOTC workers.
The magnitude of several of the marginal effects is larger for WOTC hires; in terms of the student variable, the difference possibly indicates that WOTC workers place more value than their non-WOTC counterparts on the ability to combine school and work; workers in the WOTC group may hope that such an ability will provide them with a better (economic) future. Among WOTC workers, the statistically, significantly, female may suggest that female WOTC workers have greater difficulty in resolving personal issues (e.g., child care) than male WOTC workers do. This supposition is explored in the next section. Söderberg and Lyhagen (1999) propose an information matrix test for dependence between risks. However, since only tenure i min(tenure ri ) and d i are observed, one cannot test the assumption of independence between the tenure outcomes (see Lawless 1982, 483) . The assumption of independence is commonly used in research; see Blank (1989) , Blank and Ruggles (1994) ; Addison and Portugal (2004) . 17 About 28 percent of the workers in this study have a work program available to them. 18 A natural question arises as to whether an establishment is more likely to offer job assistance programs if it is experiencing a problem with employee turnover. If this is the case, there would be unobserved correlation between the propensity of an establishment to offer a program and worker tenure. Analyses suggest that there is very weak correlation between other establishment characteristics and the propensity to offer any of the programs. Statistically speaking, this result suggests that any attempts to correct for selectivity by creating an instrument for an establishment offering a program could not be supported.
of WOTC workers that with that of non-WOTC workers; WOTC workers separate for personal reasons only 2 days earlier than non-WOTC workers do.
19
The 
2004).
The results again suggest that WOTC workers are more sensitive to changes in the wage rate than are non-WOTC workers. The wage also seems to have its strongest effect on the time to separation for being fired for cause; for an employee, the cost of shirking theoretically rises with increases in wages. Having post-high school education shortens the time until separation for professional reasons. It lengthens the time until 19 These findings are consistent with those of Wagner and Herr (2003, 7) who report that "work identity" is more important than actual barriers (e.g., child care transportation) in determining the length of a (?) work experience. 20 The quality of postseparation outcomes is beyond the scope of this article, but some initial evidence on this question can be found in a working paper by Gunderson and Hotchkiss (2006) . separation due to terminations for cause (for all workers) and to no-show separations (among non-WOTC workers).
Among both WOTC and non-WOTC workers, being a student shortens the predicted time until separations due to personal issues and no-show, may interfere with the student's ability to work. Compared to make workers in the non-WOTC group, their female counterparts are estimated to have shorter times to separation for all four reasons.
Among WOTC workers, women are estimated to separate most quickly for personal reasons. This result helps to pinpoint the source of the shorter, overall, tenure among female WOTC workers.
Across WOTC status, Hispanic, Asian, and white workers are estimated to separate less quickly than black workers for being fired for cause and less quickly for failure to show up for work. Asian workers are estimated to separate more quickly for personal issues than black workers do. In addition, relative to the evening shift (5-8 p.m.), workers on all other shifts appear to separate more quickly due to being fired for cause and not showing up (although the difference is sometimes not statistically significant). This may suggest that the evening shift is the most desirable. Among workers fired for cause, those who worked on the early morning shift are estimated to separate. This suggests that sleep issues may make errors common on the early shift.
Previous employment experience with the firm is estimated to have a mostly negative effect on tenure (especially for being fired) suggests that workers with previous experience may take the job for granted and be more likely to shirk responsibilities. It may also indicate that more is expected of re-hires than of new employees; such expectations may increase separations for cause among re-hires. Results suggest that higher unemployment rates lengthen time to separation for all studied reasons, especially for being fired for cause. Weak labor markets may discourage shirking behavior that could force an employee to look for another job. Weak labor markets may also make it more difficult to find better, alternative employment, lengthening the time to separation for professional reasons. Since these unemployment rates correspond to the date of hire, the longer time to being fired, or no-show, may mean that the weaker labor market allowed the firm to hire reliable workers at the time.
Although there are varying degrees of statistical significance and direction of effect, the results pertaining to the effect of job assistance program availability may offer specific policy suggestions for reducing specific types of separation. Among non-WOTC workers, availability of a mentoring program is estimated to increase tenure among workers who are fired for cause and who separate for personal issues. To the extent that a mentoring program can improve a worker's "employment identity," these results are consistent with those of Suzanne Wagner and Toby Herr (2003 -7) , but they suggest that identity apparently only influences behavior (significantly) among non-WOTC workers.
Transportation programs are estimated to increase the time to separation among all workers fired for cause, but to reduce time to separation for professional reasons among non-WOTC hires. Among non-WOTC workers, school program availability seems to lengthen time to separation, regardless of the reason for separation. School programs seem to lengthen the tenures of WOTC workers who separate for professional reasons.
Availability of a work training program is estimated to reduce time to separation for all reasons, although the reductions are not always statistically significant among WOTC hires. Perhaps workers complete training programs and take the new skills on to different jobs (i.e., separating for professional reasons). It may also be that the firm expects increased performance from those who complete training and perhaps the performance expectations are higher for some programs; the training may thus make employees more susceptible to being fired for cause.
Summary and Conclusions
This article focuses on the post hiring behavior of the WOTC worker and how it compares to the behavior of the non-WOTC worker. The results confirm some previous findings and provide new insight into the stability of difficult-to-employ workers. In particular, the results of a survival analysis indicate that WOTC workers stay on the job longer than non-WOTC workers. The average difference between the groups may seem relatively small (18 days), but it nevertheless dispels the idea that WOTC workers are uniquely unstable employees.
Additionally, the tenures of WOTC workers are found to be more sensitive to the wage rate than those of non-WOTC workers. This suggests that high wages may be an effective tool for increasing the tenures of WOTC workers; states may wish to consider supplementing the wages of WOTC workers directly, instead of providing tax credits to the firms that hire them. It also appears that the separation behavior of WOTC workers is sensitive to the shift worked. In both groups (WOTC and non-WOTC workers) those fired for cause and those fired for failure to show up have shorter tenures if they work any but the evening shift. This finding suggests that firms may wish to consider shift assignments in developing strategies to retain workers who are particularly vulnerable to for-cause and no-show separations.
The availability of a mentoring program seems to be of particularly importance for lengthening the tenures of non-WOTC workers, But the association only rises to statistical significance when predicting the tenures of those who are fired for cause or who leave for personal reasons. Work-training programs seem to reduce reasons for separation and tenures among all workers, although the result is most statistically significant among non-WOTC hires; however, the availability of training programs reduces the tenures of WOTC (no-show workers to a statistically, significant degree. The results suggest that, if the only goal is to reduce turnover, these types of programs are not a good idea.
Alternatively, the availability of a transportation assistance program lengthens the estimated tenures of WOTC and non-WOTC workers fired for cause. Because absenteeism is reported to be the most common reason for separation, the availability of transportation assistance may be effective in reducing the frequency of this outcome.
Among non-WOTC workers, the availability of school programs appears to positively affect tenure across all reasons of separation; access to these programs is also estimated to extend the tenures of WOTC workers who separate for professional reasons.
School programs may not pay short-and long-term dividends. In the short term, such programs may reduce turnover. In the long term, school programs may improve the job outcomes of low-skill workers by helping these workers to build general human capital.
The results of the competing risks analysis also indicate that those WOTC workers who separate for personal reasons do not have shorter tenures than their non-WOTC counterparts. However, tenures are shorter among WOTC workers who are fired for cause, who fail to show up for work, and who leave for professional reasons.
Although it may be important to provide for the child care and other personal concerns of WOTC-qualifying individuals in order to get them into a job, once these issues have been addressed (and the individual is employed), personal matters do not seem to affect a WOTC worker's separation decision any more than they affect those of their non-WOTC counterparts. However, WOTC workers who separate because they are fired for cause or fail to show for work have shorter tenures than their non-WOTC counterparts. As a consequence, efforts to reduce turnover among the hard-to-employ may find the greatest marginal return in focusing on job performance and work-readiness skills.
Although the separation behavior of WOTC workers at one firm may or may not be applicable to those of the population as a whole, this comparison of two very similar workers in a common work environment provides insight on a number of questions. It suggests that (1) WOTC workers are not any less stable (and in fact stay slightly longer on the job) than other low-skill, non-WOTC workers; (2) the wage level is the most important factor in determining the time to separation, and is an even stronger determinant for WOTC workers than for non-WOTC workers; (3) mentoring, schooling, and transportation assistance programs may be the most effective ways to extend tenures;
and (4) Given the fixed costs of hiring workers, it is understandable why employers would want to avoid hiring workers from a group that is likely to stop showing up for work sooner than those in another group. It also may be the case that the subsidy offered to employ these hard-to-employ workers is not enough to offset that risk. This may be why the WOTC subsidy (and others before it) have such a small take-up rate (Hamersma 2003 (Hamersma , 2005 . However, the analyses in this article suggest that WOTC workers are more similar to other low-skill workers than they are different. Findings also suggest that specific policies (e.g., higher wages, some types of job assistance programs) can improve the retention of all low-skill workers. 1 < = _ t < 5 5 < = _ t < 1 0 1 0 < = _ t < 1 5 1 5 < = _ t < 2 0 2 0 < = _ t < 2 5 2 5 < = _ t < 3 0 3 0 < = _ t < 3 5 3 5 < = _ t < 4 0 4 0 < = _ t < 4 5 4 5 < = _ t < 5 0 5 0 < = _ t < 5 5 5 5 < = _ t < 6 0 6 0 < = _ t < 6 5 6 5 < = _ t < 7 0 7 0 < = _ t < 7 5 7 5 < = _ t < 8 0 8 0 < = _ t < 8 5 8 5 < = _ t < 9 0 9 0 < = _ t < 9 5 9 5 < = _ t < 1 0 0 Percent of Respective Sample WOTC hires Non-WOTC hires Marginal effects are in brackets; they are evaluated at the median tenure. Standard errors for the marginal effects are available from the authors, but indicated levels of significance match those of the parameter coefficients. * indicates significant at the 99% level; + indicates significant at the 95% level; ^ indicates significant at the 90% level. WOTC workers = ___; non-WOTC workers = ___.
